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E2 - FIRE DEPARTMENT EMPLOYEE SURVEY RESULTS

This chapter presents the results of a survey that was distributed to all fire department
employees in May 2006. The chapter begins by presenting information on the survey
process and on the employees who responded to the survey. Survey results are
presented in the remainder of the chapter.

A - SURVEY PROCESS

The consultants prepared a draft survey instrument that was reviewed by the project’s
steering committee. After the survey instrument was finalized it was distributed to all fire
department employees via e-mail. The survey was completed online. Sixty-five
employees participated in the survey process (66 percent of all department employees).
With this level of response it can be assumed that the survey results generally reflect the
opinions of all employees.

B — SURVEY RESPONDENTS

This section presents information on the 65 fire department employees who completed
the survey. Information on their role in the fire department (i.e., whether they are
managers/supervisors or line employees) and the length of time they have worked in the
fire department is presented.

Role. Roughly two-thirds (65 percent) of the survey responses were received from line
employees. The remaining 35 percent of the survey respondents were managers or
supervisors.

Tenure. Most survey respondents have significant experience working for the fire
department. Eighty-five percent of the survey respondents have worked for the
department for more than five years.

Percent Of
Tenure Respondents
Less than 1 year 9%
1to 4 years : 6%
5to 9 years 26%
10 years or more 59%

C — SURVEY RESULTS

The survey instrument (which is presented in Appendix B) is divided into five sections:
organizational climate; leadership, management, and supervision; human resources
practices and employee performance management; communications; and vehicles,
equipment, facilities, and technology. The organization of the discussion of the survey
results presented in this section mirrors the organization of the survey instrument.

ORGANIZATIONAL CLIMATE
Survey items relating to organizational climate cover a range of issues including:

whether fire department employees are proud to work for the department and
perceptions relating to the work ethic of employees; how employees perceive their work
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is valued; how the work environment is viewed; the extent to which employees are
perceived to act ethically; the extent to which employees feel respected; the extent to
which employees feel free to voice their opinions; the extent to which employees feel
they will not be punished for making mistakes; how decisions are made; the extent to
which the fire department has a well articulated sense of values; and the extent to which
a sense of unity characterizes the department.

Pride And Work Ethic

Department employees are generally proud to work for the Newport Fire Department
and believe that they have a strong work ethic. Almost all of the survey respondents
agree or strongly agree that ‘| am proud to say | work for the Newport Fire Department”
(98 percent), that “I am proud of the effort | put into my job” (99 percent), that “Newport
Fire Department employees have a strong work ethic” (96 percent), and that “fire
department employees are dedicated to providing the citizens of Newport with high
quality fire services” (97 percent). In addition, more than nine out of ten survey
respondents (91 percent) agree or strongly agree that “employees strive to improve the
fire department's performance.”

Strongly

Survey ltem Disagree Disagree  Neutral  Agree  Strongly Agree
I am proud to say | work for the 0% 0% 2% 17% 81%
Newport Fire Department.
1 am proud of the effort | put into 2% 0% 0% 13% 86%
my job. ,
Newport Fire Department
employees have a strong work 2% 0% 3% 58% 38%
ethic.
Employees strive to improve the 2% 2% 6% 41% 50%
fire department’s performance.
Fire department employees are :
dedicated to providing the citizens 2% 0% 2% 14% 83%
of Newport with high guality fire '
services.
How Work Is Valued

While a high percentage of employees agree or strongly agree that their work is valued
by fellow fire department employees (93 percent), by their inmediate supervisors (90
percent), and by mid-managers (captains and lieutenants) (94 percent), a much lower
but still relatively high percentage (60 percent) agree or strongly agree that their work is
valued by the fire department’s leadership (deputy chiefs and the chief). By contrast,
perspectives are split with regard to whether their work is valued by the city’s leadership.
Thirty percent of the survey respondents agree or strongly agree with the statement, “‘my
work is valued by the city’s leadership” while thirty-two percent disagree or strongly
disagree with this statement. (Thirty-eight percent of the survey respondents were
neutral about this statement.)
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Strongly

Survey item Disagree Disagree  Neutral  Agree _ Strongly Agree
My waork is valued by my fellow 0% 0% 6% 4% 49%
fire department employees.
My work is valued by my 3% 5% 3% 38% 52%
immediate supervisor.

My work is valued by mid-
managers (captains and 2% 0% 5% 52% 42%
lieutenants) within my unit.

My work is valued by the fire

department's leadership (deputy 8% 10% 21% 34% 26%
chiefs and the chief).

My work is valued by the city's 5% 27% 38% 27% 3%
leadership.

Work Environment

While more than half of the survey respondents (54 percent) agree or strongly agree that
“the work environment in the Newport Fire Department is supportive” more than one out
of five survey respondents (22 percent) disagree or strongly disagree with this
statement. However, only three percent strongly disagree.

Percent
Strongly Disagree 3%
Disagree 19%
Neutral 24%
Agree 30%
Strongly Agree 24%

Ethical Standards

The fire department employees responding to the employee survey are generally
positive with regard to ethical standards although a much higher percentage of survey
respondents agree or strongly agree that high ethical standards are exhibited by fire
department employees (87 percent) than the percentage who agree that high ethical
standards are exhibited by fire department managers and leaders (60 percent).

Strongly
Survey ltem Disagree Disagree  Neutral _Agree _ Strongly Agree
High ethical standards are
exhibited by fire department 10% 10% 20% 39% 21%
managers and leaders.
High ethical standards are
exhibited by fire department 3% 3% 6% 57% 30%

employees.
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Respect

Survey findings suggest that internally the fire department’s organizational culture is
characterized by mutual respect. More than two-thirds of the survey respondents (69
percent) agree or strongly agree that “fire department managers and supervisors freat
subordinates with respect” and 86 percent agree or strongly agree that “fire department
employees treat each other with respect.” Moreover, almost all the survey respondents
(98 percent) agree or strongly agree that “fire department employees treat Newport
citizens with respect.” By contrast, however, only slightly more than a quarter of the
survey respondents (27 percent) agree or strongly agree that "city leaders respect the
fire department.” (Forty-three percent of the survey respondents disagree or strongly
disagree with this statement.)

Strongly

Survey item Disagree Disagree  Neutral _Agree  Strongly Agree
Fire department managers and
supervisors treat subordinates 5% 9% 17% 52% 17%
with respect.
Fire department employees treat 2% 2% 11% 58% 28%
each other with respect.
City leaders respect the fire 5% 38% 30% 21% 6%
department.
Fire department employees treat 2% 0% 0% 28% 70%

Newport citizens with respect.

Willingness To Express Opinions

Perspectives are mixed with regard to whether employees feel free to express their
apinions to their supervisors. While more than eight out of ten survey respondents (83
percent) agree or strongly agree with the statement, “l feel free to express my opinions
to my supervisor” fewer than half (46 percent) agree or strongly agree that “employees
can voice constructive criticism about fire department management without fear of
retribution.” Thirty-one percent of the survey respondents disagree or strongly disagree
with this statement. In addition, fewer than half the survey respondents (49 percent)
agree or strongly agree that “fire department managers are willing to consider points of
view that are different from their own.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Employees can voice constructive
criticism about fire depariment 10% 21% 24% 40% 6%
management without fear of
retribution.
| feel free to express my opinions 5% 6% 6% 56% 27%

to my supervisor.

Fire department managers are
willing to consider points of view 6% 19% 26% 44% 5%
that are different from their own.
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Mistakes

From the perspective of employees, the Newport Fire Department is an organization that
tolerates mistakes. Three-fourths of the survey respondents (75 percent) agree or
strongly agree that “fire department employees are not inappropriately punished for
making mistakes.” Only two percent of the survey respondents strongly disagree with
this statement.

Percent
Strongly Disagree 2%
Disagree 11%
Neutral 11%
Agree 57%
Strongly Agree 18%

Decision Making

Employee survey results suggest strong dissatisfaction with decision-making. Over half
the survey respondents disagree or strongly disagree that “decisions are made on a
timely basis” (57 percent) and “problems and issues are dealt with in a timely manner”
(53 percent). In addition, 40 percent of the survey respondents disagree or strongly
disagree that “decision-making within the department is appropriately inclusive.” In
addition, for each of these survey items at most only two percent of the survey
respondents strongly agree with the statement.

Strangly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Decisions are made on a timely 23% 34% 16% 27% 0%
basis.
Problems and issues are dealt 18% 35% 27% 18% 2%
with in a timely manner.
Decision-making within the
department is appropriately 20% 20% 33% 27% 0%
inclusive.
Department Values

Close to two-thirds of the survey respondents (65 percent) agree or strongly agree that
“the Newport Fire Department has well articulated values.” Only 14 percent of the
survey respondents disagree or strongly disagree.

Percent
Strongly Disagree 3%
Disagree 11%
Neutral 21%
Agree 42%
Strongly Agree 23%
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Unity

Most employees responding to the survey agree that a sense of unity characterizes the
Newport Fire Department. Six out of ten survey respondents (61 percent) agree or
strongly agree that the department exhibits a sense of unity while only 17 percent
disagree or strongly disagree.

Percent
Strongly Disagree 6%
Disagree 11%
Neutral 22%
Agree 21%
Strongly Agree 40%

LEADERSHIP, MANAGEMENT, AND SUPERVISION

Survey items relating to leadership, management, and supervision cover a range of
issues including: overall leadership; the extent to which roles and responsibilities are
clearly defined; the extent to which managers and supervisors have been granted
authority and use the authority they have been granted; the extent to which employees
are held accountable for the decisions they make; the visibility of the chief; the extent to
which high expectations for performance have been established; the extent to which
employees receive needed direction; the extent to which department managers work
together effectively; the extent to which managers have a strong understanding of the
day-to-day operations of the units they lead; and supervision.

Overall Leadership

Survey results clearly indicate mixed views with regard to the department’s leadership.
Roughly two out of five survey respondents disagree or strongly disagree that “the fire
department benefits from strong, effective leadership” (39 percent) and that the fire
department’s leaders (deputy chiefs and chief) effectively represent the department to
the external community” (42 percent). Respectively 33 percent and 42 percent of survey
respondents agree or strongly agree with these statements.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

The fire department benefits from 17% 22% 27% 25% 8%
strong, effective leadership. .

Fire department leaders (deputy

chiefs and chief) effectively 19% 23% 16% 31% 11%
represent the fire department to

the external community.

Roles And Responsibilities

Perspectives are mixed with regard to whether the department has done an effective job
of defining the role of the fire chief. Forty-four percent of the survey respondents
disagree or strongly disagree that “roles and responsibilities of the chief are clearly
defined” while twenty-nine percent agree or strongly agree. There is, however, much
more consensus with regard to whether “roles and responsibilities of captains and
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deputy chiefs within the fire department are clearly defined” and whether the “roles and
responsibilities of first-line supervisors (lieutenants) within the fire department are clearly
defined.” Respectively 76 percent and 81 percent of the survey respondents agree or
strongly agree with these statements. On the other hand, only fifteen and six percent
respectively disagree or strongly disagree.

. Strongly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Roles and responsibilities of the
chief are clearly defined by the 18% 26% 27% 23% 6%
department.
Roles and responsibilities of
captains and deputy chiefs within 10% 5% 10% 52% 24%
the fire department are clearly
defined by the department.

Roles and responsibilities of first-

line supervisors (lieutenants) 3% 3% 13% 54% 27%
within the fire department are

clearly defined by the department.

It is interesting to note that managers and supervisors within the department are more
likely to disagree that management and supervisory roles and responsibilities are clearly
defined than non-managers and non-supervisors. For example, 31 percent more
managers and supervisors disagree that the roles and responsibilities of the chief are
well defined than non-managers and non-supervisors. Likewise, 20 and 4 percent more
managers and supervisors respectively disagree that the roles of mid-managers and
first-line supervisors are well defined than non-managers.

Disagree Or Strongly Disagree Agree Or Strongly Agree

Manager/ Non-manager/ Manager/  Non-manager/
Survey ltem Supervisor  Non-supervisor Supervisor Non-supervisor

Roles and responsibilities of the chief 64% 33% 23% 33%
are clearly defined by the department.

Roles and responsibilities of captains

and deputy chiefs within the fire 27% 7% 73% 78%
department are clearly defined by the

department.

Roles and responsibilities of first-line

supervisors (lieutenants) within the fire 9% 5% 82% 80%
department are clearly defined by the

depariment.

Authority

The employee survey addressed a number of issues relating to the authority of
managers and supervisors. First, the survey asked employees to consider whether
managers and supervisors have the authority to make decisions needed to improve the
department’s performance. The survey results suggest that most employees think
department managers and supervisors have the authority to make such decisions but
the percentage of survey respondents agreeing or strongly agreeing was somewhat
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higher for the chief (76 percent) than for mid-managers (70 percent) and first-line
supervisors (67 percent).

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

The fire department leader (chief)

has the authority to make 3% 6% 14% 46% 30%
decisions needed to improve the

fire department’s performance.

Mid-managers (captains and

deputy chiefs) within the fire

department have the authority to 5% 11% 14% 56% 14%
make decisions needed to

improve the performance of the

units they manage.

First-line supervisors (lieutenants)

have the authority to make

decisions needed to improve the 8% 14% 11% 61% 6%
performance of the employees

they supervise.

Survey respondents were also asked to consider whether managers and supervisors
use the authority they have been granted to improve department performance. Two
thirds of the survey respondents (66 percent) disagree or strongly disagree that the chief
uses the authority he has been granted to improve the department’s performance. On
the other hand, there is a strong consensus that first-line supervisors (lieutenants) use
their authority to improve performance. Seventy-eight percent of the survey respondents
agree or strongly agree that “first-line supervisors (lieutenants) use the authority they
have been granted to improve the performance of the employees they supervise.”
Perspectives are mixed, however, with regard to the effectiveness with which mid-
managers use their authority. More than half the survey respondents (52 percent) agree
or strongly agree that “mid-managers (captains and deputy chiefs) within the fire
department use the authority they have been granted to improve the performance of the
units they manage” while more than a quarter of the survey respondents (27 percent)
disagree or strongly disagree with this statement.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
The fire department leader (chief)
uses the authority he has been 29% 37% 23% 1% 0%
granted to improve the fire
department’s performance.

Mid-managers (captains and

deputy chiefs) within the fire

department use the authority they 11% 16% 21% 41% 11%
have been granted to improve the

performance of the units they

manage.
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Strongly

Survey ltem Disagree Disagree  Neutral  Agree  Strongly Agree
First-line supervisors (lieutenants)
use the authority they have been
granted to improve the 3% 3% 16% 70% 8%

performance of the employees
they supervise.

Accountability

Perceptions with regard to whether employees are held accountable for their
performance and decisions vary significantly. Almost all survey respondents (94
percent) believe that they are held accountable for their performance. In addition, three-
fourths of the survey respondents (75 percent) agree or strongly agree that “first-line
supervisors (lieutenants) are held accountable for the decisions they make.” However,
only slightly more than half of the survey respondents (52 percent) agree or strongly
agree that “mid-managers (captains and deputy chiefs) within the fire department are
held accountable for the decisions they make” and 49 percent agree or strongly agree
that “fire department employees at all levels are held accountable for their performance.”
In addition, fewer than a quarter of the survey respondents (22 percent) agree or
strongly agree that “the fire department leader (chief) is held accountable for the
decisions he makes.” Just short of half the survey respondents (46 percent) disagree or
strongly disagree with this statement.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
I am held accountable for my 2% 0% 5% 57% 37%

performance.

The fire department leader (chief)
is held accountable for the 24% 22% 31% 17% 5%
decisions he makes.

Mid-managers (deputy chiefs and

captains) within the fire 13% 15% 21% 42% 10%
department are held accountable

for the decisions they make.

First-line supervisors (lieutenants)
are held accountable for the 3% 8% 14% 62% 13%
decisions they make.

Fire department employees at all
levels are held accountable for 10% 22% 19% 35% 14%
their performance.
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Visibility Of Department Leaders

Seven out of ten survey respondents (72 percent) disagree or strongly disagree that “the
fire department leader (chief) maintains a visible presence throughout the department.”
Thirteen percent agree with this statement but no survey respondent strongly agrees.

Percent
Strongly Disagree 51%
Disagree 21%
Neutral 16%
Agree 13%
Strongly Agree 0%

High Expectations

More than half (52 percent) of the survey respondents agree or strongly agree that “high
expectations for the performance of all employees have been established.” However, a
quarter (25 percent) of the survey respondents disagree or strongly disagree.

Percent
Strongly Disagree 6%
Disagree 19%
Neutral 23%
Agree 39%
Strongly Agree 13%

Direction

Almost all fire department employees (99 percent) believe that they understand what is
expected of them in their jobs. However, only a portion appears to understand what is
expected of them because of the direction received by managers and supervisors.
Sixty-one percent agree or strongly agree that “managers and supervisors provide clear
direction to their subordinates” while close to a quarter (23 percent) disagree or strongly
disagree.

Strongly
Survey item Disagree Disagree  Neutral Agree  Strongly Agree
| understand what is expected of 0% 0% 2% 47% 52%
me in my job.
Managers and supervisors provide
clear direction to their 6% 17% 16% 58% 3%

subordinates.

Effectiveness With Which Managers And Leaders Work Together

There is a strong perception among employees that the department's senior leaders do
not work together effectively. Close to two thirds of the survey respondents (65 percent)
disagree or strongly disagree that “the fire department leaders (chief and deputy chiefs)
work effectively together to achieve overall department goals and objectives.” (Only 16
percent of the survey respondents agree with this statement and no survey respondents
strongly agree.) Results are somewhat more positive with regard to whether mid-
managers work together effectively. More than half of the survey respondents (52
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percent) agree or strongly agree that “mid-managers (captains and deputy chiefs) work
together effectively to achieve common objectives.” However, 30 percent disagree or
strongly disagree with this statement.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

The fire department’s leaders

(chief and deputy chiefs) work

effectively together to achieve 39% 26% 19% 16% 0%
overall department goals and

objectives

Mid-managers {captains and

deputy chiefs) work together 17% 13% 19% 36% 16%
effectively to achieve common

objectives.

Understanding Of Day-To-Day Operations And Competence

Close to two-thirds of the survey respondents (65 percent) disagree or strongly disagree
that “the fire department leader (chief) has a strong understanding of day-to-day
operations in all units,” (Thirty-nine percent of the respondents strongly disagree.)
Results are much more positive, however, with regard to perceptions of whether mid-
managers have a strong understanding of day-to-day operations. Almost all (94
percent) of the survey respondents agree or strongly agree that “mid-managers
(captains and lieutenants) have a strong understanding of day-to-day operations in the
units they are responsible for managing.” Results are also positive with regard to the
perception of competence of managers and supervisors. More than two-thirds (67
percent) of the survey respondents agree or strongly agree that “fire department
managers and supervisors have the competence and experience to provide constructive
~ feedback on the performance of the employees reporting to them.”

Strongly
Survey item Disagree Disagree  Neutral Agree  Strongly Agree

The fire department leader (chief)
has a strong understanding of 39% 26% 11% 21% 3%
day-to-day operations in all ynits.

Mid-managers (captains and

lieutenants) have a strong

understanding of day-to-day 2% 2% 2% 54% 40%
operations in the units they are

responsible for managing.

Fire department managers and

supervisors have the competence

and experience to provide 6% 9% 17% 48% 19%
constructive feedback on

performance of the employees

reporting to them,

Supervision
Employee perceptions relating to the supervision they receive are generally quite

positive. More than three-fourths of the survey respondents (78 percent) agree strongly
agree with the statement, “I receive the supervision | need to effectively perform my job
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responsibilities.” In addition, 63 percent of the survey respondents agree or strongly
agree that “managers and supervisors review the work of their subordinates on a timely
basis.” An even higher percentage (70 percent) agree or strongly agree that “fire
department managers and supervisors view helping employees improve their job
performance to be one of their primary responsibilities” and an equal percentage of
survey respondents agree or strongly agree that “the person who evaluates my
performance works with me on a regular and consistent basis.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
I receive the supervision | need to 5% 8% 10% 57% 21%
effectively perform my job.
Managers and supervisors review
the work of their subordinates on a 8% 13% 19% 52% 1%

timely basis.

Fire department managers and

supervisors view helping

employees improve their job 3% 13% 14% 51% 19%
performance to be one of their

primary responsibilities.

The manager or supervisor who

evaluates my performance works 5% 14% 11% 39% 31%
with me on a regular and

consistent basis.

HUMAN RESOURCES PRACTICES

Survey items relating to human resources practices cover a range of issues including:
hiring practices; promotional processes; disciplinary processes; employee transfers;
opportunities to earn overtime; internal investigations; the grievance process;
approaches to handling employees who do not meet expectations; training; career
advancement; recognition of excellent performance; and off duty employment.

Hiring Practices

With one exception, respondents to the employee survey have positive perspectives
regarding the hiring process. A high percentage of survey respondents agree or strongly
agree that the hiring process is fair (73 percent), that persons who are hired by the fire
department are competent (76 percent), and that hiring decisions are made without
regard to race or ethnic background (89 percent). On the other hand, close to half of the
survey respondents (48 percent) disagree or strongly disagree that “the hiring process is
timely.”

Strongly
Survey item Disagree Disagree  Neutral Agree  Strongly Agree
The hiring process is fair. 6% 14% 6% 46% 21%
Persons who are hired by the fire 2% 3% 19% 59% 17%
department are competent.
The hiring process is timely. 10% 38% 25% 21% 7%
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Strongly

Survey tem Disagree Disagree  Neutral Agree  Strongly Agree
Hiring decisions are made without
regard to race or ethnic 6% 0% 5% 42% 47%
background.

Promotional Process

Employee perspectives relating to the promotional process are mixed. Ninety-three
percent of the survey respondents agree or strongly agree that “promotional decisions
are made without regard to race or ethnic background.” In addition, roughly six out of
ten survey respondents agree or strongly agree that “the promotional process is fair’ (60
percent) and that “the factors that are considered when making promotional decisions
are clearly articulated” (57 percent). However, only 42 percent of the survey
respondents agree or strongly agree that “the best candidates for promotion are
selected” and an even lower percentage (25 percent) agree or strongly agree that “the
promotional process is timely.”

Strongly

Survey item Disagree Disagree  Neutral Agree  Strongly Agree
The promotional process is fair. 10% 13% 17% 48% 12%
The best candidates for promotion 13% 17% 28% 32% 10%
are selected.
The promotionat process is timely. 20% 32% 23% 20% 5%
The factors that are considered
when making promotional 10% 7% 26% 41% 16%
decisions are clearly articulated. v
Promotional decisions are made
without regard to race or ethnic 0% 0% 6% 44% 49%

background.

Disciplinary Processes

Employee perspectives relating to the disciplinary process are also mixed. More than
eight out of ten survey respondents (84 percent) agree or strongly agree that “decisions
relating to discipline are made without regard to race or ethnic background.” For other
survey items relating to the disciplinary process, however, survey responses are not as
positive. For example, while half the survey respondents (50 percent) agree or strongly
agree that “the disciplinary processes are fair,” a third of the survey respondents (33
percent) disagree or strongly disagree with this statement. In addition, half the survey
respondents (50 percent) disagree or strongly disagree that “discipline is consistently
applied across all units of the fire department.” Perspectives are fairly evenly split with
regard to whether “decisions relating to discipline are timely.” Thirty-five percent of
survey respondents agree or strongly agree that decisions are timely while forty percent
disagree or strongly disagree.
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Strongly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Disciplinary processes are fair. 13% 20% 16% 39% 1%
Discipline is consistently applied
across all units of the fire 16% 34% 21% 26% 3%
department.

Decisions relating to discipline are 15% 25% 25% 32% 3%
timely.

Decisions relating to discipline are

made without regard to race or 5% 5% 7% 47% 37%
ethnic background.

Employee Transfers

Employees responding to the survey indicate generally high levels of satisfaction relating
to employee transfers. Almost two-thirds (65 percent) of the survey respondents agree
or strongly agree that “decisions relating to the transfer of employees from one unit to
another are fair,” 55 percent agree or strongly agree that “decisions relating to the
transfer of employees from one unit to another are timely,” 58 percent agree or strongly
agree that “the factors that are considered when making transfer decisions are clearly
articulated,” 67 percent agree or strongly agree that “decisions relating to the transfer of
employees from one unit to another are consistent across fire department divisions and
units,” and 90 percent agree or strongly agree that “decisions relating to the transfer of
employees from one unit to another are made without regard to race or ethnic
background.”

Strongly ‘

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Decisions relating to the transfer
of employees from one unit to 5% 1% 19% 49% 16%
another are fair.
Decisions relating fo the transfer
of employees from one unit to 5% 16% 23% 50% 5%
another are timely.
The factors that are considered
when making transfer decisions 12% 12% 18% 47% 11%
are clearly articulated.
Decisions relating to the transfer
of employees from one unit to 7% 13% 13% 50% 17%

another are consistent across fire
department divisions and units.

Decisions relating to the transfer

of employees from one unit to 5% 0% 5% 47% 43%
another are made without regard

to race or ethnic background.
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Opportunities To Earn Overtime

Survey respondents express high satisfaction with items relating to opportunities to earn
overtime. Almost all the survey respondents agree or strongly agree that “the process
for giving employees the opportunity to earn overtime is fair” (95 percent) and that “the
process for giving employees the opportunity to earn overtime is consistently applied
across the department” (97 percent).

Strongly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
The process for giving employees
the opportunity to eamn overtime is 0% 5% 0% 49% 46%
fair.
The process for giving employees
the opportunity to earn overtime is 0% 0% 3% 51% 46%
consistently applied across the
department.

Iinternal Investigations

Employee perspectives are mixed with regard to internal affairs investigations. Thirty-
five percent of the survey respondents agree or strongly agree that “the internal affairs
investigations needed to support disciplinary decisions are fair” while 20 percent
disagree or strongly disagree. Perspectives are similarly mixed with regard to employee
perceptions of whether these investigations are timely. Thirty-one percent agree or
strongly agree that “investigations needed to support disciplinary procedures are timely”
while 24 percent disagree or strongly disagree. By contrast, a high percentage of survey
respondents (84 percent) agree or strongly agree that “the internal affairs investigations
needed to support disciplinary procedures are not influenced by the race or ethnic
background of the person being investigated.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
The internal investigations needed
to support disciplinary decisions 4% 16% 45% 29% 6%
are fair.
The intemal investigations needed
to support disciplinary procedures 4% 20% 45% 27% 4%

are timely.

The intemal investigations needed

to support disciplinary procedures

are not influenced by the race or 0% 2% 14% 45% 39%
ethnic background of the person

being investigated.

Grievance Process

Employees are generally satisfied with the grievance process. Eighty-nine percent of
the survey respondents agree or strongly agree that “the grievance process is fair,”
eighty-seven percent agree or strongly agree that “the steps in the grievance process
are well articulated,” and eighty-seven percent of the survey respondents agree or
strongly agree that “grievance decisions are made without regard to race, sex, ethnic
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background, or sexual orientation.” Employee perspectives are mixed, however, with
regard to whether “the grievance process is timely.” Forty-nine percent of the survey
respondents agree or strongly agree that the process is timely while about a third (32
percent) disagree or strongly disagree.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
The grievance process is fair. 0% 4% 7% 66% 23%
The grievance pracess is timely. 5% 27% 20% 38% 11%
The steps in the grievance 2% 4% % 48% 39%

process are well articulated.

Grievance decisions are made
without regard to race, sex, ethnic 2% 4% 7% 48% 39%
background, or sexual orientation.

Handling Employees Who Do Not Meet Performance Expectations

Employee perspectives relating to how well the department handles employees who do
not meet performance expectations are mixed. Close to two-thirds of the survey
respondents (64 percent) agree or strongly agree that “fire department employees who
are not meeting performance expectations receive the support they need to improve
their performance.” On the other hand, 80 percent of the survey respondents disagree
or strongly disagree that “fire department employees who continually fail to meet
performance expectations are encouraged to resign or are fired.” Moreover, 54 percent
of the survey respondents disagree or strongly disagree that “the process for firing
employees who continually fail to meet performance expectations is not unduly
cumbersome or time-consuming.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

Fire department employees who

are not meeting performance

expectations receive the support 10% 16% 10% 52% 12%
they need to improve their

performance.

Fire department employees who

continually fail to meet 28% 52% 16% 4% 0%
performance expectations are

encouraged to resign or are fired.

The process for firing employees

who continually fail to meet

performance expectations is not 34% 20% 32% 14% 0%
unduly cumbersome or time-

consuming.

The managers and supervisors who must follow existing procedures for firing employees
are quite dissatisfied with the process. Sixty-four percent of the managerial and
supervisory employees responding to the survey disagree or strongly disagree that “the
process for firing employees who continually fail to meet performance expectations is not
unduly cumbersome or time-consuming.”
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Non-manager/ Non-

Manager/Supervisor supervisor
Strongly Disagree 35% 33%
Disagree 29% 15%
Neutral 24% 7%
Agree 12% 15%
Strongly Agree 0% 0%

Training

Employee perspectives relating to employee fraining are also mixed. A high percentage
of employees agree or strongly agree that “my immediate supervisor reinforces the
training | receive” (75 percent) and that “my job performance has improved as a result of
the training | have received” (82 percent). However, a much smaller percentage of
survey respondents agree or strongly agree that “new employees receive the training
they need to effectively perform their job duties” (59 percent) and that “fire department
employees receive the ongoing training they need to effectively perform their job duties”
(52 percent). Moreover, for each of these survey items a not insignificant percentage of
employees disagree or strongly disagree with the survey items. (Twenty-eight percent of
the survey respondents disagree or strongly disagree that new employees receive the
training they need and thirty-three percent disagree or strongly disagree that employees
receive the ongoing training they need.) With regard to the training new managers and
supervisors receive, however, survey respondents express significant dissatisfaction.
Sixty-two percent of the employees completing the survey disagree or strongly disagree
that “newly promoted managers and supervisors receive the training they need to
perform effectively in their new roles.”

Strongly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
New employees receive the
training they need to effectively 14% 14% 14% 48% 1%
perform their job duties.
Newly promoted managers and
supervisors receive the training 24% 38% 19% 19% 0%
they need to perform effectively in
their new roles.
Fire department employees
receive the ongoing training they 8% 25% 14% 46% 6%
need o effectively perform their
job duties.
My immediate supervisor 7% 5% 14% 56% 19%
reinforces the training 1 receive.
My job performance has improved
as a result of the training | have 5% 3% 10% 59% 23%

received.
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Opportunities For Career Advancement

Employees are generally satisfied with their opportunities for career advancement. Mare
than two-thirds of the survey respondents (69 percent) agree or strongly agree with the
statement, “I have sufficient opportunities for career advancement.”

Percent
Strongly Disadree 7%
Disagree 7%
Neutral 18%
Agree 51%
Strongly Agree 18%

Recognition Of Excellent Performance

Close to three out of five survey respondents (58 percent) disagree or strongly disagree
that “excellent performance is formally recognized.” Only seven percent of the survey
respondents strongly agree with this statement.

Percent
Strongly Disagree 30%
Disagree 28%
Neutral 22%
Agree 13%
Strongly Agree 7%

Off-Duty Employment

Employees are generally satisfied with the process for providing opportunities for off-
duty employment. Seven out of ten survey respondents (70 percent) agree or strongly
agree that “the process for providing opportunities for off-duty employment is fair.”

Percent
Strongly Disagree 2%
Disagree 4%
Neutral 23%
Agree 57%
Strongly Agree 13%

COMMUNICATIONS

Survey items relating to communications address issues of whether fire department
priorities, goals, and objectives are effectively communicated, whether needed
information is effectively communicated to employees, whether the rationale for key
decisions is effectively communicated, and whether effective use is made of time spent
in meetings.

Communication Of Priorities, Goals, And Objectives
Perspectives are mixed among survey respondents with regard to whether department

priorities, goals, and objectives are effectively communicated. Forty-two percent of the
survey respondents agree or strongly agree that “fire department priorities, goals, and
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objectives are effectively communicated” while thirty-nine percent disagree or strongly
disagree.

Percent
Strongly Disagree 21%
Disagree 18%
Neutral 19%
Agree 31%
Strongly Agree 11%

Communication Of Needed Information

Perspectives are also mixed with regard to whether needed information is effectively
communicated within the department. For example, while 55 percent of the survey
respondents agree or strongly agree that “the information | need to perform my job is
effectively communicated to me” more than a quarter (27 percent) disagree or strongly
disagree. Likewise, while 44 percent of the survey respondents agree or strongly agree
that “the communication of needed information across organizational units is adequate,”
40 percent disagree or strongly disagree. There is, however, more of a consensus
about whether “the communication of needed information within my unit or division is
adequate.” Seventy-four percent of the survey respondents agree or strongly agree with
that statement and only five percent strongly disagree.

Strongly
Survey Item Disagree Disagree  Neutral Agree  Strongly Agree
The information { need to perform
my job is effectively 6% 21% 17% 44% 1%
communicated to me.

The communication of needed
information within my unit or 5% 15% 6% 61% 13%
division is adequate.

The communication of needed
information across organizational 8% 32% 16% 41% 3%
units is adequate.

Communication Of The Rationale For Key Decisions

Perspectives with regard to whether the rational for key decisions are effectively
communicated in the fire department vary. For example, 43 percent of the survey
respondents agree or strongly agree that “the rationale for decisions directly affecting my
unit are effectively communicated” while one-third of the survey respondents (33
percent) disagree or strongly disagree. By contrast, more than half the survey
respondents agree or strongly agree that “the rationale for decisions relating to
promotion are effectively communicated” (56 percent) and “the rationale for decisions
relating to the transfer of employees from one unit to another are effectively
communicated” (54 percent). Perspectives are generally negative, however, with regard
to whether “the rationale for budget and resource allocation decisions are effectively
communicated.” Sixty-three percent of the survey respondents disagree or strongly
disagree with this statement and no survey respondents strongly agree.
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Strongly

Survey item Disagree Disagree  Neutral Agree  Strongly Agree
The rationale for decisions directly
affecting my unit are effectively 11% . 22% 24% 40% 3%
communicated.

The rationale for budget and
resource allocation decisions are 22% 41% 28% 9% 0%
effectively communicated.

The rationale for decisions relating
to promotion are effectively o 12% 6% 27% 50% 6%
communicated.

The rationale for decisions relating

to the transfer of employees from 8% 13% 25% 48% 6%
one unit to another are effectively

communicated.

Meetings

Survey findings suggest that the department does not use meetings as an effective
communications vehicle. Sixty-one percent of the survey respondents disagree or
strongly disagree that “meetings are used effectively to support needed communications
within the fire department.” In addition, while 40 percent of the survey respondents
agree or strongly agree that “the time | spend in meetings is generally productive and
worthwhile,” 33 percent of the survey respondents disagree or strongly disagree.

Strongly
Survey Item Disagree Disagree  Neutral Agree  Strongly Agree
Meetings are used effectively to
support needed communication 18% 43% 20% 18% 2%
within the fire department,
The time | spend in meetings is :
generally productive and 12% 21% 27% 38% 2%

worthwhile.

VEHICLES, EQUIPMENT, FACILITIES, AND TECHNOLOGY

The survey addressed issues relating to apparatus/vehicles, general equipment, work
space, buildings, communications, radios, technology, and computers.

Apparatus/Vehicles

Survey respondents indicate significant satisfaction with their apparatus/vehicles. Nine
out of ten survey respondents (90 percent) agree or strongly agree that ‘I have sufficient
access to the apparatus/vehicles | need to effectively perform my job responsibilities”
and an even higher percentage (82 percent) agree or strongly agree that “I| have access
to the apparatus/vehicles | need to safely perform my job responsibilities.” Moreover, 63
percent of the survey respondents agree or strongly agree that “the fire department
apparatus/vehicles | use are well maintained.” However, a quarter of the survey
respondents (25 percent) disagree or strongly disagree with this statement.
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Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

| have sufficient access to the

apparatus/vehicles | need to 3% 3% 3% 63% 27%
effectively perform my job

responsibilities.

i have access to the
apparatus/vehicles | need to safely 2% 2% 5% 60% 32%
perform my job responsibilities.

The fire department 2% 23% 13% 50% 13%
apparatus/vehicles | use are well
maintained.

Equipment

Survey results suggest that employees are quite satisfied with their equipment. Eighty-
three percent agree or strongly agree that “I have access to the equipment | need to
effectively perform my job responsibilities,” 92 percent agree or strongly agree that “|
have access to the equipment | need to safely perform my job responsibilities,” and 71
percent agree or strongly agree that “the equipment | use is well maintained.” The
percentage of survey respondents who strongly disagree with any of these statements is
not higher than two percent.

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
I have access to the equipment |
need to effectively perform my job 0% 8% 8% 70% 13%
responsibilities.

| have access to the equipment |
need to safely perform my job 2% 0% 7% 80% 12%
responsibilities.

The equipment } use is well 2% 10% 18% 61% 10%
maintained.

Work Space

Employees are generally quite satisfied with their work areas. Seventy-one percent
agree or strongly agree that “my work area is conducive to productive work activity” and
an even higher percentage (73 percent) agree or strongly agree that “my work area is
appropriately secure.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
My work area is conducive to 6% 11% 11% 63% 8%
productive work activity.
My work area is appropriately 8% 10% 10% 60% 13%
secure.
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Buildings

Department employees are also satisfied with their buildings. Eighty-seven percent
agree or strongly agree that “fire department buildings are clean” and sixty-four percent
agree or strongly agree that “fire department buildings are well-maintained.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
Fire depariment buildings are 2% 3% 8% 60% 27%
clean.
Fire department buildings are well 6% 1% 19% 54% 10%
maintained.
Communications

Survey respondents express considerable dissatisfaction with their ability to
communicate while in the field and with their ability to communicate with counterparts
from other fire agencies. Close to half (48 percent) of the survey respondents disagree
or strongly disagree that “fire department employees in the field are able to communicate
with each other when needed.” In addition, 44 percent disagree or strongly disagree that
“fire department employees in the field are able to communicate with counterparts from
other fire agencies when needed.” Moreover, close to three-fourths of the survey
respondents (73 percent) disagree or strongly disagree that “fire department employees
in the field are able to communicate with the dispatch center from all areas of the city.”

Strongly
Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree

Fire department employees in the

field are able to communicate with 38% 35% 10% 16% 2%
the dispatch center from all areas

of the city.

Fire department employees in the
field are able to communicate with 19% 29% 24% 24% 5%
each other when needed.

Fire department employees in the

field are able to communicate with 10% 34% 21% 34% 0%
counterparts from other fire

agencies when needed.

Radios

Most survey respondents are satisfied with their portable radios. Eighty-four percent
agree or strongly agree that “| have sufficient access to portable radios to effectively
perform my job responsibilities.” Likewise, 78 percent of the survey respondents agree
or strongly agree that “| have sufficient access to portable radios to safely perform my
job responsibilities.”
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Strongly

Survey ltem Disagree Disagree  Neutral Agree  Strongly Agree
I have sufficient access to portable
radios to effectively perform my 5% 3% 8% 71% 13%

job responsibilities.

| have sufficient access to portable
radios to safely perform my job 3% 13% 6% 67% 11%

responsibilities.
Technology

The results of the employee survey suggest that the department can make more
effective use of technology. A sizable percentage of employees disagree or strongly
disagree that the department makes effective use of technology to enhance performance
(66 percent); makes effective use of technology to reduce paperwork requirements (51
percent); that new technology is implemented in a timely manner (77 percent); that
appropriate training is provided on how to make effective use of technology (63 percent);
and that the department’s technology infrastructure is well maintained (72 percent).

Strongly

_Survey item ... _Disagree  Disagree Neutral _Agree  Strongly Agree
The fire department makes
effective use of technology to 29% 37% 16% 15% 3%
enhance performance.
The fire department makes
effective use of technology to 30% 21% 20% 28% 2%
reduce paperwork requirements.
Needed technology is 31% 46% 15% 8% 0%

implemented in a timely manner.

Appropriate training is provided on
how to make effective use of 35% 28% 23% 12% 2%
available technology.

The fire department’s technology 42% 30% 17% 12% 0%
infrastructure is well maintained.

Computers

Employee perspectives are mixed with regard to whether they have sufficient access to
computers. Forty-seven percent of the survey respondents agree or strongly agree that
they have sufficient access to computers to perform their job responsibilities. However,
more than a third of the survey respondents (39 percent) disagree or strongly disagree
that they have sufficient access to computers.

Percent
Strongly Disagree 17%
Disagree 22%
Neutral 15%
Agree 42%
Strongly Agree 5%
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F1 — STAFFING IMPLICATIONS

This report presents numerous recommendations to strengthen operational performance
and improve efficiency and effectiveness of both the police and fire departments. The
staffing implications of implementing these recommendations for the police department,
fire department, and public safety units serving both departments are summarized
below.

Additional

Positions

Needed/

(Positions To Be

Department Current Recommended Reduced)
Police Department : 99 102 3
Fire Department 93 91 2)
Public Safety Information Technology - 0 1 1
Public Safety Emergency 14 20 6
Communications
TOTAL 206 214 8

The detailed staffing implications of recommendations related to police department
operations are presented in Exhibit F1-1. Exhibit F1-2 provides a summary of the
staffing implications of recommendations related to fire department operations. A
summary of the staffing implications of recommendations related to services that are
designed to support both public safety departments — police and fire — are presented in
Exhibit F1-3. '
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F2 ~ IMPLEMENTATION

This chapter is divided into three sections. The first section presents a framework for
change that should guide the police and fire departments’ overall implementation efforts.
The second section highlights the key features of the recommended implementation
plan. The final section presents the recommended implementation plan.

FRAMEWORK FOR CHANGE

In addition to recommendations to improve the operation of and services provided by the
Newport Police Department and the Newport Fire Department, the study report includes
recommendations that have the potential to change the way each department manages
itself. Implementing change is difficult for any organization. Change efforts that have
been successful typically include the following seven components:

B Achieving an appropriate balance between the need for urgency and the need for
quality and focus '

®  Forming a powerful guiding coalition

B Creating a vision

®m Communicating the vision

B Removing obstacles to change

® Planning for and creating short-term wins

B Consolidating improvement and institutionalizing new approaches

Each of these components is briefly described in the following paragraphs.

Achieving an appropriate balance between the need for urgency and the need for
quality and focus. Needed change will not take place in an organization uniess staff at
all levels recognizes that change is needed. At the same time, however, the sense of
urgency needed to bring about change cannot be allowed to get in the way of providing
quality services that are focused on achieving the police and fire departments’ overall
objectives. An appropriate balance, therefore, must be struck between the need to
maintain a sense of urgency — without which the status quo will likely prevail — and the
need to maintain a focus on the department’s overall objectives.

Forming a powerful guiding coalition. Opposition to change in any organization can

be considerable. The leadership team that guides the change effort, therefore, must be
powerful and influential enough to withstand the forces supporting the status quo.
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Creating a vision. One of the leadership team’s first tasks shouid be to develop a
picture of the future that is easy to understand and that communicates how performance
will be enhanced if the vision is realized. Without a sensible vision, an improvement
effort can easily dissolve into a list of confusing and incompatible programs, plans, and
directives that can take the organization in the wrong direction or nowhere at all.

Communicating the vision. To make an organization’s vision a reality, managers and
employees from throughout the organization must understand the vision and believe that
things will work better once the vision has been implemented. Without credible
communications, and a lot of it, the hearts and minds of “the troops” will never be
captured.

Removing obstacles to change. A variety of obstacles can stand in the way of
change. The city’s leadership and the leaders of both the police and fire departments
must anticipate these obstacles and develop strategies to overcome them.

Planning for and creating short-term wins. Success breeds success. By creating
opportunities for success, and effectively communicating those success stories
throughout the organization, momentum for the improvement effort will begin to
“snowball.”

Consolidating improvement and institutionalizing new approaches, In addition to
removing institutional obstacles to change, institutional incentives that reinforce the
change effort must be established. What the leaders of both the police and fire
departments “say” is important must be consistent with how employees are held
accountable for performance. In addition, management systems must provide managers
with the tools they need to bring about needed change.

KEY IMPLEMENTATION ACTIVITIES

This section discusses the key steps the city should take to implement the study
recommendations.

Adopt The Study Recommendations

The city council must be committed to implementing the study recommendations if
implementation is to be successful. Initially, the city council should review the report and
adopt its recommendations in principle.’

Establish Implementation Task Force

The city manager should establish a task force to guide the implementation of study
recommendations. This task force should be charged by the city manager with driving
the implementation process and should be composed of staff from the police and fire
departments who are leading each department’s implementation. This task force should

' Please note that adopting recommendations “in principle” does not mean the city council
commits to implementing each and every recommendation in detail. Instead, this means that the
city council generally agrees with the recommendations in the report and will make a good faith
effort to evaluate and implement the study recommendations.

F2-2



also include representatives from other city departments, including human resources,
finance, and MIS who will be charged with implementation responsibilities. It should
develop an overall implementation plan (which should be submitted to the city council for
approval) and should be held accountable by the city manager for ensuring that plan
timelines are met. The task force should meet approximately every two weeks during
the implementation process.

In addition to guiding the implementation of the study recommendations, the task force
should be specifically charged with identifying obstacles to change and creating
strategies for overcoming them. Overcoming obstacles to change will be critical to the
success of the implementation effort and therefore task force members should view one
of their primary functions as identifying and eliminating these obstacles. The personal
power, influence, and relationships of individual task force members should, as
appropriate, be brought to bear on eliminating these obstacles.

Clarify The Personnel And Labor Implications Of The Study Recommendations

Uncertainty is associated with any change of the magnitude outlined in this report. Of
primary concern to many employees will be how the change will affect them directly.
Clarifying the status of employees that will be affected by the recommendations will
remove much of the uncertainty associated with recommended organizational changes
and will allow both departments to move forward with the implementation process. If
employees are waiting for the “other shoe to drop” they will not be able to focus on
supporting the recommended program for change.

The city’s human resources manager should work with the implementation task force to
develop a list of all positions that may be affected by the study recommendations. The
impact the study recommendations will have on these employees — and the time frame
in which expected change would be implemented ~ should be articulated and shared
with them.

Establish An Internal And External Communications Strategy

The success or failure of the implementation effort will depend in large part on the quality
of internal and external communications. To successfully implement the improvement
recommendations, managers and employees from throughout both departments must
believe that things will work better once the improvement recommendations have been
implemented. As noted, establishing a sense of urgency, creating a vision for change,
and communicating that vision are key components to the success of organizational
improvement efforts. Likewise, the importance of communicating shori-term successes
is critical to building the momentum for change.

From an internal perspective, therefore, effective communication is needed to:

®  Ensure understanding of the study recommendations and their implications

®m Set reasonable expectations that can be achieved

®  Build understanding of the overall improvement process

m  Publicize successes
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® Build employee commitment to change.

From an external perspective, effective communication is needed to create community
support for the improvement initiatives.

It should be stressed that responsibility for communications relating to the proposed
management framework should not be the sole purview of the city manager. On the
contrary, this responsibility should be shared by all leaders of both the police and fire
departments. Each member of the implementation task force should also be charged
with helping to support the communications efforts.

IMPLEMENTATION PLAN

An implementation plan to guide the city in implementing the improvements
recommended in this report is presented in Exhibit F2-1. This plan proposes priorities
for implementation, suggests who should assume responsibility for each implementation
activity, and offers a timetable for executing the plan. In addition to serving as a guide,
the implementation plan can be used as a “score card” for measuring implementation
progress at periodic city council reviews. Once the implementation task force has been
assembled, one of its first tasks should be to develop action plans — in coordination with
the leaders in the police and fire departments — to flesh out implementation details.
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APPENDIX A - POLICE DEPARTMENT EMPLOYEE SURVEY
INSTRUMENT



NEWPORT POLICE DEPARTMENT
EMPLOYEE SURVEY

General Information

Enter your unique identifying code:

Is your position primarily managerial or supervisory? Yes

Are you a civilian police department employee? Yes

No

APPENDIX A

No

How long have you worked for the Newport Police Department?

1) Less than 1 year
2) 1to4 years
3) 5to9years
4) 10 years or more

Organizational Climate

This group of questions relates to the organizational climate within the Newport Police
Department. Using a five-point scale where “1” means Strongly Disagree and “5” means
Strongly Agree, please select the number that best represents your opinion. If you have

no opinion, please select “6”.

Strongly

Neutral

Agree

Strongly

No
Opinion

I am proud to say | work for the Newport Police
Department

Disagree
1

Disagree
2

3

E-N

Agree
5

6

| am proud of the effort I put into my job

1

Newport Police Department employees have a strong
work ethic

1

NN

3
3

(M 1144

Police department employees are dedicated to providing
the citizens of Newport with high quality police services

3

My work is valued by my fellow police department
employees

;g o»

My work is valued by my immediate supervisor

My work is valued by mid-managers (Captains and
Lieutenants) within my unit

Wiw] w

R (o] » (o] ()]

My work is valued by the police department’s leadership
(Chief level)

B Ald H LN Y2

My work is valued by the city’s leadership

The work environment in the Newport Police Department
is supportive

NN N NN N N

[ 217 ] S 4]

i

G (24 (s 108,

High ethical standards are exhibited by police depariment
managers and leaders

N

[}

High ethical standards are exhibited by police department
employees

£ -

Police department managers and supervisors treat
subordinates with respect

H

Police department employees treat each other with
respect

4]

» (o] (o] (o] 2] 1o o]

City leaders respect the police department

Police department employees treat Newport citizens with
respect

NINE N NN

e H

(S5 04

[2211e )}

Civilian police department employees are treated with as
much respect as sworn officers

N

W o Wl Wl W w W

E-N

o

Employees strive to improve the police departments
performance

10of6




APPENDIX A

Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion

Employees can voice constructive criticism about police 1 2 3 4 5 6
department management without fear of retribution
Police department employees are not inappropriately 1 2 3 4 5 6
punished for making mistakes
| feel free to express my opinions to my supervisor 1 2 3 4 5 6
Decisions are made on a timely basis 1 2 3 4 5 6
Problems and issues are dealt with in a timely manner 1 2 3 4 5 6
Decision-making within the department is appropriately 1 2 3 4 5 6
inclusive
The Newport Police Department has well articulated 1 2 3 4 5 6
values
A sense of unity characterizes the Newport Police 1 2 3 4 5 6
Dspartment as a whole
The police department leader (Chief) effectively 1 2 3 4 5 6
represents the police department to the external
community

Leadership, Management, and Supervision

This group of questions relates to the police department’s leadership, management, and

supervisory practices. Using a five-point scale where “1” means Strongly Disagree and

“5” means Strongly Agree, please select the number that best represents your opinion.

If you have no opinion, please select “6”.

Strongly Strongly No
Disagrée | Disagree | Neutral Agree Agree |Opinion
The police department benefits from strong, effective 1 2 3 4 5 6
leadership
Roles and responsibilities of the Chief are clearly defined 1 2 3 4 5 6
Roles and responsibilities of mid-managers (Captains and
Lieutenants) within the police department are clearly 1 2 3 4 5 6
defined .
Roles and responsibilities of first-line supervisors
(Sergeants) within the police department are clearly 1 2 3 4 5 6
defined
The police department leader (Chief) has the authority to
make decisions needed to improve the police department’s 1 2 3 4 5 6
performance
The police department leader (Chief) uses the authority he
has been granted to improve the police department's 1 2 3 4 5 6
___performance

The police department leader (Chief) is held accountable
for the decisions he makes 1 2 3 4 5 6
Mid-managers (Captains and Lieutenants) within the police
department have the authority to make decisions needed to| 1 2 3 4 5 6
improve the performance of the units they manage
Mid-managers (Captains and Lieutenants) within the police
depariment use the authority they have been granted to 1 2 3 4 5 6
improve the performance of the units they manage
Mid-managers (Captains and Lieutenants) within the police
department are held accountable for the decisions they 1 2 3 4 5 6
make
First-line supervisors (Sergeants) have the authority to
make decisions needed to improve the performance of the 1 2 3 4 5 6
employees they supervise
First-line supervisors (Sergeants) use the authority they
have been granted to improve the performance of the 1 2 3 4 5 6
employees they supervise
First-line supervisors (Sergeants) are held accountabie for 1 2 3 4 5 6
the decisions they make
| am held accountable for my performance 1 2 3 4 5 6
The police department leader (Chief) maintains a visible
presence th@ghout the department 1 2 3 4 5 6

20f6



APPENDIX A

Strongly . Strongly No
Disagree | Disagree | Neutral Agree Agree _ |Opinion
High expectations for the performance of all employees 1 2 3 4 5 6
have been established
Managers and supervisors provide clear direction to their 1 2 3 4 5 6
subordinates
The police department leaders (Chief and Captains) work
effectively together to achieve overall department goals 1 2 3 4 5 6
and objectives
Mid-managers (Captains and Lieutenants) work together 1 2 3 4 5 6
effectively to achieve common objectives
The police department leader (Chief) has a strong
understanding of day-to-day operations in all units 1 2 3 4 5 6
Mid-managers (Captains and Lieutenants) have a strong
understanding of day-to-day operations in the units they 1 2 3 4 5 6
are responsible for managing
| receive the supervision | need to effectively perform my 1 2 3 4 5 6
job
Managers and supervisors review the work of their 1 2 3 4 5 6
subordinates on a timely basis
Police department managers and supervisors have the
competence and experience to provide constructive 1 2 3 4 5 6
feedback on performance of the employees reporting to
them
Police department managers and supervisors view helping
employees improve their job petformance to be one of their 1 2 3 4 5 6
primary responsibilities
The manager or supervisor who evaluates my performance
works with me on a regular and consistent basis 1 2 3 4 5 6
1 understand what is expected of me in my job 1 2 3 4 5 6
Police department managers and supervisors are willing to 1 2 3 4 5 6
consider points of view that are different from their own
Unit leaders are held accauntable for the performance of 1 2 3 4 5 6
their units
Police department employees at all levels are held 1 2 3 4 5 6
accountable for their performance
Human Resources Practices And Employee Performance Management
This group of questions relates to human resources practices and employee
performance management. Using a five-point scale where “1” means Strongly Disagree
and “5” means Strongly Agree, please select the number that best represents your
opinion. If you have no opinion, please select “6".
Strongly Strongly No
, Disagree | Disagree | Neutral | Agree Agree |Opinion
The hiring process is fair 1 2 3 4 5 6
Persons who are hired by the police department are 1 2 3 4 5 6
competent
The hiring process s timely 1 2 3 4 5 6
Hiring decisions are made without regard to race or ethnic 1 2 3 4 5 6
background
The promotional process is fair 1 2 3 4 5 6
The best candidates for promotion are selected 1 2 3 4 5 6
The promotional process is timely 1 2 3 4 5 6
The factors that are considered when making promotional 1 2 3 4 5 6
decisions are clearly articulated
Promotional decisions are made without regard to race or 1 2 3 4 5 6
ethnic background
Disciplinary processes are fair 1 2 3 4 5 6
Discipline is consistently applied across all units of the 1 2 3 4 5 6
police department
Decisions relating to discipline are timely 1 2 3 4 5 6
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Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree _[Opinion
Decisions relating to discipline are made without regard to 1 2 3 4 5 6
race or ethnic background
Decisions relating to the transfer of employees from one 1 2 3 4 5 6
unit to another are fair
Decisions relating to the transfer of employees from one 1 2 3 4 5 6
unit to another are timely
The factors that are considered when making transfer 1 2 3 4 5 6

decisions are clearly articulated

Decisions relating to the transfer of employees from one
unit to another are consistent across police department 1 2 3 4 5 6
divisions and units

Decisions relating to the transfer of employees from one

unit to another are made without regard to race or ethnic 1 2 3 4 5 6
background
The process for giving employees the opportunity to earn 1 2 3 4 5 6

overtime is fair

The process for giving employees the opportunity to earn

overtime is consistently applied across the department 1 2 3 4 5 6
The internal affairs investigations needed to support 1 2 3 4 5 6
disciplinary decisions are fair

The internat affairs investigations needed to support 1 2 3 4 5 6

disciplinary procedures are timely

The internal affairs investigations needed to support

disciplinary procedures are not influenced by the race or 1 2 3 4 5 6
ethnic background of the person being investigated

The grievance process is fair 1 2 3 4 5 6
The grievance process is timely 1 2 3 4 5 6
The steps in the grievance process are well articulated 1 2 3 4 5 6
Grievance decisions are made without regard to race, sex, 1 2 3 4 5 6
ethnic background, or sexual orientation

The performance evaluation process is fair 1 2 3 4 5 6
My performance evaluation is completed on a timely basis 1 2 3 4 5 6
The performance evaluation process is not unduly 1 2 3 4 5 6
cumbersome or time-consuming _

Police department employees who are not meeting

performance expectations receive the support they need to 1 2 3 4 5 6
improve their performance

Police department employees who continually fail to meet 1 2 3 4 5 6
performance expectations are encouraged to resign or are

fired

The process for firing employees who continually fail to

meet performance expectations i$ not unduly cumbergsome 1 2 3 4 5 6
or time-consuming .

New employees receive the training they need to effectively 1 2 3 4 5 6
perform their job duties

Newly promoted managers and supervisors receive the 1 2 3 4 5 6
training they need to perform effectively in their new roles

Police department employees receive the ongoing training 1 2 3 4 5 6
they need to effectively perfom their job duties

My immediate supervisor reinforces the training | receive 1 2 3 4 5 6
My job performance has improved as a result of the training 1 2 3 4 5 6
| have received

| have sufficient opportunities for career advancement 1 2 3 4 5 8
Excellent performance is formally recognized 1 2 3 4 5 8
The process for providing opportunities for off-duty 1 2 3 4 5 6

employment is fair
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Communications

APPENDIX A

This group of questions relates to the police department’s communications. Using a
five-point scale where “1” means Strongly Disagree and “5” means Strongly Agree,
please select the number that best represents your opinion. If you have no opinion,

please select “6”.

Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
Police department priorities, goals, and objectives are 1 2 3 4 5 6
effectively communicated
The information | need to perform my job is effectively 1 2 3 4 5 6
communicated to me
The communication of needed information within my unit or 1 2 3 4 5 6
division is adequate
The communication of needed information across 1 2 3 4 5 6
organizational units is adequate
The rationale for decisions directly affecting my unit are 1 2 3 4 5 6
effectively communicated
The rationale for budget and resource allocation decisions 1 2 3 4 5 6
are effectively communicated
The rationale for decisions relating to promotion are 1 2 3 4 5 6
effectively communicated
The rationale for decisions relating to the transfer of
employees from one unit to another are effectively 1 2 3 4 5 6
communicated
Meetings are used effectively to support needed 1 2 3 4 5 6
communication within the police department :
The time | spend in meetings is generally productive and 1 2 3 4 5 6
worthwhile
Vehicles, Equipment, Facilities, Radio System, And Technology
This group of questions asks you to consider the police department’s vehicles,
equipment, facilities, radio system, and technology. Using a five-point scale where “1”
means Strongly Disagree and “5” means Strongly Agree, please select the number that
best represents your opinion. If you have no opinion, please select “6”.
Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree  |Opinion
Vehicles
I have sufficient access to the vehicles | need to effectively 1 2 3 4 5 6
perform my job responsibilities :
| have access to the vehicles | need to safely perform my 1 2 3 4 5 6
job responsibilities
The palice department vehicles I use are well maintained 1 2 3 4 5 8
Equipment (Other Than Computers)
I have access to the equipment | need to effectively 1 2 3 4 5 6
__perform my job responsibilities
| have access to the equipment ! need to safely perform my| 1 2 3 4 5 6
job responsibilities
The equipment I use is well maintained 1 2 3 4 5 6
Buildings
My work area is conducive to productive work activity 1 2 3 4 5 6
My work area is appropriately secure 1 2 3 4 5 6
Police departmernt buildings are clean 1 2 3 4 5 6
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Strongly

Disagree

Neutral

Strongly

No
Opinion

Police department buildings are well-maintained

Disagree
1

f

Agree
5

6

" Radio System

Police department employees in the field are able to
communicate with each other when needed

Police department employees in the field are able to
communicate with counterparts from other police agencies
when needed

| have sufficient access to portable radios to effectively
perform my job responsibilities

| have sufficient access to portable radios to safely perform
my job responsibilities

Police department employees in the ﬂéld are able to
communicate with the dispatch center from all areas of the
city

Technology

The police department makes effective use of technology
to enhance performance

The police department makes effective use of technology
1o reduce paperwork requirements

NN

[21]

[s,]

Needed technology is implemented in a timely manner

have sufficient access to computers to effectively perform
my job responsibilities

NN

NP ~

[3,314.]

Appropriate training is provided on how to make effective
use of available technology

Wl Wi

E-N

(3]

D OIM O O
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NEWPORT FIRE DEPARTMENT

EMPLOYEE SURVEY

General Information

Enter your unique identifying code:

Is your position primarily managerial or supervisory? Yes

How long have you worked for the Newport Fire Department?

1) Less than 1 year
2) 1to4years
3) 5to9years
4) 10 years or more

Organizational Climate

No

APPENDIX B

This group of questions relates to the organizational climate within the Newport Fire
Department. Using a five-point scale where “1” means Strongly Disagree and “5" means
Strongly Agree, please select the number that best represents your opinion. If you have

no opinion, please select “6”.

Strongly
Disagree

Disagree

Agree

Strongly

No
Opinion

I am proud to say | work for the Newport Fire Department

1

Agree
5

1 am proud of the effort | put into my job

1

5

Newport Fire Department employees have a strong work
ethic

1

EEIE

5

Fire department employees are dedicated to providing the
citizens of Newport with high quality fire and rescue
services

1

N NiNIN

E-S

[+ ] [+ ¥e2]{a)]

My work is valued by my fellow fire department employees

My work is valued by my immediate supervisor

My work is valued by mid-managers (Captains and
Lieutenants) within my unit

NINN

s

o Sono

My work is valued by the fire department’s leadership
(Deputy Chief and Chief level)

N

E-N

My work is valued by the city’s leadership

The work environment in the Newport Fire Department is
supportive

NN

(3,084,

[} (1] [} DO

High ethical standards are exhibited by fire department
managers and leaders

»~ i

»

High ethical standards are exhibited by fire department
employees

w w W w WiW|Ww

Fire department managers and supervisors treat
subordinates with respect

N NN

w

»

Fire depariment employees treat each other with respect

City leaders respect the fire department

Fire department employees treat Newport citizens with
respect

W Wl

(L4118 ]

Employees strive to improve the fire department’s
performance

w

5]

Employees can voice constructive criticism about fire
department management without fear of retribution

Fire department employees are not inappropriately
punished for making mistakes

N N N NN

| feel free to express my opinions to my supervisor

W W W

[+ ] o o ] o3 [o2d 1o ]
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Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree _|Opinion
Decisions are made on a timely basis 1 2 3 4 5 6
Problems and issues are deait with in a timely manner ' 1 2 3 4 5 6
Decision-making within the fire department is appropriately 1 2 3 4 5 6
inclusive
The Newport Fire Department has wel! articulated values 1 2 3 4 5 6
A sense of unity characterizes the Newport Fire 1 2 3 4 5 6
Department as a whole
The fire department feaders (Deputy Chiefs and Chief) 1 2 3 4 5 6
effectively represent the fire department to the external
community
Leadership, Management, and Supervision
This group of questions relates to the fire department’s leadership, management, and
supervisory practices. Using a five-point scale where “1” means Strongly Disagree and
“5” means Strongly Agree, please select the number that best represents your opinion.
If you have no opinion, please select “6”.
Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree _ |Opinion
The fire department benefits from strong, effective 1 2 3 4 5 6
leadership
Roles and responsibilities of the Chief are clearly defined 1 2 3 4 5 6
Roles and responsibilities of Captains and Deputy Chiefs
within the fire depariment are clearly defined 1 2 3 4 5 6
Roles and responsibilities of first-line supervisors
(Lieutenants) within the fire department are clearly defined 1 2 3 4 5 6
The fire department leader (Chief) has the authority to
make decisions needed to improve the depariment’s 1 2 3 4 5 6
performance
The fire department leader (Chief) uses the authority he
has been granted to improve the department’s performance] 1 2 3 4 5 6
The fire depariment leader (Chief) is held accountable for
the decisions he makes 1 2 3 4 5 6
Mid-managers (Captains and Deputy Chiefs) within the fire '
department have the authority to make decisions needed to 1 2 3 4 5 6

improve the performance of the units they manage

Mid-managers (Captains and Deputy Chiefs) within the fire
department use the authority they have been granted to 1 2 3 4 5 6
improve the performance of the units they manage

Mid-managers (Captains and Deputy Chiefs) within the fire

department are held accountable for the decisions they 1 2 3 4 5 6
make

First line supervisors (Lieutenants) have the authority to

make decisions needed to improve the performance of the 1 2 3 4 5 6
employees they supervise ‘

First line supervisors (Lieutenants) use the authority they

have been granted to improve the performance of the 1 2 3 4 5 6
employees they supervise

First line supervisors (Lieutenants) are held accountable for| 1 2 3 4 5 6
the decisions they make

| am held accountable for my performance 1 2 3 4 5 6
The fire department leader (Chief) maintains a visible

presence throughout the department 1 2 3 4 5 6
High expectations for the performance of all employees 1 2 3 4 5 6
have been established

Managers and supervisors provide clear direction to their 1 2 3 4 5 6

subordinates

The fire department leaders (Chief and Deputy Chiefs)
works effectively together to achieve overall department 1 2 3 4 5 6
__goals and objectives
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Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
Mid-managers (Captains and Lieutenants) work together 1 2 3 4 5 6
effectively to achieve common objectives
The fire department leader (Chief) has a strong
understanding of day-to-day operations in the units he is 1 2 3 4 5 6
responsible for leading
Mid-managers (Captains and Lieutenants) have a strong
understanding of day-to-day operations in the units they arej 1 2 3 4 5 6
responsible for managing
| receive the supervision 1 need to effectively perform my 1 2 3 4 5 6
job
Managers and supervisors review the work of their 1 2 3 4 5 6
subordinates on a timely basis
Fire department managers and supervisors have the
competence and experience to provide constructive 1 2 3 4 5 6
feedback on performance of the employees reporting to
them
Fire department managers and supervisors view helping
employees improve their job performance to be one of their 1 2 3 4 5 6
primary responsibilities
The manager or supervisor who evaluates my performance
works with me on a regular and consistent basis 1 2 3 4 5 6
| understand what is expected of me in my job 1 2 3 4 5 6
Fire department managers and supervisors are willing to 1 2 3 4 5 6
consider points of view that are different from their own
Fire department employees at all levels are held 1 2 3 4 5 6
accountable for their performance
Human Resources Practices And Employee Performance Management
This group of questions relates to human resources practices and employee
performance management. Using a five-point scale where “1” means Strongly Disagree
and “5” means Strongly Agree, please select the number that best represents your
opinion. If you have no opinion, please select “6".
Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
The hiring process is fair 1 2 3 4 5 6
Persons who are hired by the fire department are 1 2 3 4 5 6
competent
The hiring process is timely 1 2 3 4 5 6
Hiring decisions are made without regard to race or ethnic 1 2 3 4 5 6
background
The promotional process is fair 1 2 3 4 5 6
The best candidates for promotion are selected 1 2 3 4 5 6
The promotional process is timely 1 2 3 4 5 6
The factors that are considered when making promotional 1 2 3 4 5 6
decisions are clearly articulated
Promotional decisions are made without regard to race or 1 2 3 4 5 6
ethnic background
Disciplinary processes are fair 1 2 3 4 5 6
Discipline is consistently applied across all units of the fire 1 2 3 4 5 6
department
Decisions relating to discipline are timely 1 2 3 4 5 6
Decisions relating to discipline are made without regard to 1 2 3 4 5 6
race or ethnic background
Decisions relating to the transfer of employees from one 1 2 3 4 5 6
unit to another are fair
Decisions relating to the transfer of employees from one 1 2 3 4 5 6
unit to another are timely
The factors that are considered when making transfer 1 2 3 4 5 6

decisions are clearly articulated
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Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

No
Opinion

Decisions relating to the transfer of employees from one
unit to another are consistent across fire department
bureaus, divisions, and units

1

5

6

Decisions relating to the transfer of employees from one
unit to another are made without regard to race or ethnic
background

The process for giving employees the opportunity to eam
overtime is fair

The process for giving employees the opportunity to earn
overtime is consistently applied across the department

Internal investigations needed to support disciplinary
decisions are fair

Internal investigations needed to support disciplinary
procedures are timely

N

33

Internal investigations needed to support disciplinary
procedures are not influenced by the race or ethnic
background of the person being investigated

w

-

»

The grievance process is fair

The grievance process is timely

The steps in the grievance process are well articulated

Grievance decisions are made without regard to race, sex,
ethnic background, or sexual orientation

[EEN IR Y JEEY PN

NH{NIN{ N N

WlWiWwiw

s

ajjonion o

The performance evaluation process is fair

My performance evaluation is completed on a timely basis

Py Y

The performance evaluation process is not unduly
cumbersome or time-consuming

NiNIN

Wi

LR

wjnio

[e21 (o201 ] (23 Lo2] [o ] 1]

Fire department employees who are not meeting
performance expectations receive the support they need to
improve their performance

(o3

Fire department employees who continually fail to meet
performance expectations are encouraged to resign or are
fired

N

]

The process for firing employees who continually fail to
meet perfomance expectations is not unduly cumbersome
or time-consuming

New employees receive the training they need to effectively,
perform their job duties

Newly promoted managers and supervisors receive the
training they need to perform effectively in their new roles

N NN

Fire department employees receive the ongoing training
they need to effectively perform their job duties

N

W W w

4]

My immediate supetvisor reinforces the training | receive

My job performance has improved as a result of the training
| have received

| have sufficient opportunities for career advancement

Excellent performance is formally recognized

The process for providing opportunities for off-duty

emplaoyment is fair

NINN NN

wWlwiw Wiw

LR IR

o on [0 14)]

DD (2] ] [+ N (= (=]

Communications

This group of questions relates to the fire department’s communications. Using a five-
point scale where “1” means Strongly Disagree and “5” means Strongly Agree, please

select the number that best represents your opinion. If you have no opinion, please

select “6”.

Strongly
Disagree

Disagree

Neutral

Agree

Strongly

No
Opinion

Fire department priorities, goals, and objectives are
effectively communicated

1

2

Agree
5

6

The information | need to perform my job is effectively

communicated to me

1

2

5

6
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Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
The communication of needed information within my unit or 1 2 3 4 5 6
division is adequate
The communication of needed information across 1 2 3 4 5 6
organizational units is adegquate
The rationale for decisions directly affecting my unit are 1 2 3 4 5 6
effectively communicated
The rationale for budget and resource allocation decisions 1 2 3 4 5 6
are effectively communicated )
The rationale for decisions relating to promotion are 1 2 3 4 5 6
effectively communicated
The rationale for decisions relating to the transfer of
employees from one unit to another are effectively 1 2 3 4 5 6
communicated
Meetings are used effectively to support needed 1 2 3 4 5 6
communication within the fire department
The time I spend in meetings is generally productive and 1 2 3 4 5 6
warthwhile
Vehicles, Equipment, Facilities, And Technology
This group of questions asks you to consider the fire department’s vehicles, equipment,
technology, and facilities. Using a five-point scale where “1” means Strongly Disagree
and “5” means Strongly Agree, please select the number that best represents your
opinion. If you have no opinion, please selec¢t “6”.
Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
Apparatus/Vehicles
I have sufficient access to the apparatus/vehicles | need to 1 2 3 4 5 6
effectively perform my job responsibilities
I have access to the apparatus/vehicles | need to safely 1 2 3 4 5 6
perform my job responsibilities
The fire department apparatus/vehicles 1 use are well 1 2 3 4 5 6
maintained
Equipment {Other Than Computers)
I have access to the equipment | need to effectively 1 2 3 4 5 6
perform my job responsibilities
I have access to the equipmeht 1 need to safely perform my 1 2 3 4 5 6
job responsibilities
The equipment | use is well maintained 1 2 3 4 5 6
Buildings
My work area is conducive to productive work activity 1 2 3 4 5 6
My work area is appropriately secure 1 2 3 4 5 6
Fire department buildings are clean 1 2 3 4 5 6
Fire department buildings are well-maintained 1 2 3 4 5 6
Radio System
Fire department employees in the field are able to 1 2 3 4 5 6
communicate with each other when needed
Fire department employees in the field are able to
communicate with counterparts from other fire agencies 1 2 3 4 5 6
when needed |
1 have sufficient access to portable radios to effectively 1 2 3 4 5 6

perform my job responsibilities
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Strongly Strongly No
Disagree | Disagree | Neutral | Agree Agree |Opinion
1 have sufficient access to portable radios to safely perform 1 2 3 4 5 6
my job responsibilities
Fire department employees in the field are able to
communicate with the dispatch center from all areas of the 1 2 3 4 5 6
city
Technology
The fire department makes effective use of technology to’ 1 2 3 4 5 6
enhance performance .
The fire department makes effective use of technology to 1 2 3 4 5 6
reduce paperwork requirements :
Needed technology is implemented in a timely manner 1 2 3 4 5 6
| have sufficient access to computers to effectively perform 1 2 3 4 5 6
my job responsibilities
Appropriate training is provided on how to make effective 1 2 3 4 5 6
use of available technology
The fire department’s technology infrastructure is well 1 2 3 4 5 6

maintgined
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